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The purpose of the study was twofold: (1) to reassess the
model of Dispositional Employability (DE) proposed by Fugate
and Kinicki (2008) in the Croatian economic context, and (2)
to validate a new measure of DE through testing its
discriminant and incremental validity in relation to core self-
-evaluations (CSE). A Croatian version of the DE scale was
constructed based on a qualitative study and applied to a
heterogeneous sample of 966 Croatian employees. In
addition, we measured CSE, as well as four criterion variables:
subjective career success, general job satisfaction, relative
income and perceived employability. A CFA was performed to
test whether the measures of DE and CSE were assessing two
distinct dimensions. The results are in line with the hypothesis
of the discriminant validity of the constructs. Moreover, results
of hierarchical regression analyses showed that DE accounted
for additional variance of subjective career success, job
satisfaction and perceived employability above and beyond
control variables and CSE. These findings indicate which
psycho-social characteristics make people employable in
different economic contexts and provide empirical support for
the validity of a new DE scale. In the end, we discuss
limitations, contributions and suggestions for future research.
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Current interest in employability as a characteristic of a la-
bour force or a working individual has been driven by the
increasing unemployment rates and intensified job insecurity
experienced in most of the European countries in the last two
decades (see De Cuyper, Bernhard-Oettel, Berntson, De Witte,
& Alarco, 2008; Fugate, Kinicki, & Ashforth, 2004; Weinert,
2001). Although most authors agree that employability refers
to the employees' chances of finding alternative employment,
they use various indicators of this concept. In psychology,
three types of measures have arisen as dominant: (1) objec-
tive indicators relating to human capital, such as age, educa-
tion, position and organizational tenure, which predict (re)em-
ployment success (e.g., Forrier & Sels, 2003; Maslić Seršić &
Šavor, 2012; Šverko, Galić, Maslić Seršić, & Galešić, 2008;
Worth, 2002); (2) employees' self-rated abilities of obtaining
alternative jobs in the existing organization or open labour mar-
ket, known as perceived employability (Berntson, Sverke, & Mark-
lund, 2006; Berntson & Marklund 2007; De Cuyper et al.,
2008; Silla, De Cuyper, Gracia, Peiro, & De Witte (2009); (3)
individual differences in work-related competences, values,
attitudes and behaviour that predispose individuals for em-
ployability and career success in general (Fugate & Kinicki,
2008; Fugate et al., 2004; Van Dam, 2004; Van Der Heijde & Van
Der Heijden, 2006).
Regardless of the nature and content of individual differ-
ences, the last approach encompasses domain-independent
characteristics of an individual that predispose him or her for
career success and well-being in various working settings. In
this regard, current literature underlines the relevance of em-
ployability for individual and organizational efficiency, dis-
tinguishing two different perspectives. The first of them is
that developed by Fugate et al. (2004), who focus mainly on
individual career outcomes, defining employability as "a form
of work-specific active adaptability that enables workers to
identify and realize career opportunities" (p. 16). In line with
this approach, Fugate and Kinicki (2008) defined the model of
dispositional employability (DE), which is the focus of the cur-
rent study. On the other hand, Van Dam (2004) focuses on
organizational efficacy, discussing individual employability ori-
entation as a set of competences that enable the employee to
succeed in a flexible modern organization.
Although focusing on somewhat different employee char-
acteristics, the competence-based (Van Dam, 2004; Van der
Heijde & Van der Heijden, 2006) and dispositional (Fugate &
Kinicki, 2008; Fugate et al., 2004) approaches to employability594
are complementary, rather than contradictory to each other.
Both stress the necessity for personal flexibility and self-initi-
ated proactive behaviour as characteristics which are neces-
sary for successful coping with fast-changing job requirements
in an era of boundaryless careers (Briscoe, Hall, & Demuth,
2006; Hall, 2004; Van der Heijde, 2014) and flexible organiza-
tions (Valverde, Tregaskis, & Brewster, 2000). In this regard,
the ever-changing work environment can be specified as a
weak situation (Mischel, 1977) in which the domain-indepen-
dent, generic concept of employability becomes relevant for
both researchers and practitioners.
Van der Heijde and Van der Heijden (2006) address five
generic competences as key for employability: occupational ex-
pertise, defined as professional knowledge and skills, includ-
ing related meta-cognitive abilities; anticipation and optimiza-
tion, defined through proactive and planned professional devel-
opment; personal flexibility, as the capacity to anticipate and
adapt to changes in work settings; corporate sense, as a compe-
tence of meeting and internalizing organizational goals; and
finally balance, as an ability to make an efficient compromise
between personal and organizational interests.
The dispositional approach defines employability through
a set of individual characteristics that determine the current
and future position in the labour market (Sanders & De Grip,
2004). In accordance with this approach, Fugate and Kinicki
(2008) indicated five key characteristics as the individual pre-
dispositions for employability: openness to changes at work,
work and career resilience, work and career proactivity, career moti-
vation and work identity. These characteristics are defined by
the second-order factor of DE, which predisposes individuals
for successful coping with an uncertain and protean working
context (Fugate & Kinicki, 2008). Along with human-capital
variables, individual dispositions of employability are con-
ceived of as predictors of positive work-related outcomes, such
as perceived employability, employee well-being and career
success. The dispositional approach to the construct of em-
ployability represents a useful alternative to the line of tradi-
tional research and practice that posits a reactive employee
orientation (employees responding after the situational changes
occur or are known). In contrast, the current approach ac-
knowledges the importance of employee initiative and pro-
activity in understanding work behaviour and work-related
outcomes. Consistent with this trend, DE is conceptualized as
encompassing both reactive and proactive personal charac-
teristics. This means that, in addition to the ability to adapt
reactively to known demands, employable individuals tend595
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to have a perpetual readiness for change (Fugate & Kinicki,
2008). As Sanders and De Grip (2004) stated, employability
implies "the capacity and willingness to be and to remain at-
tractive in the labour market, by anticipating changes in tasks
and work environment and reacting to these changes in a
proactive way" (p. 76). In other words, employable individu-
als will identify, proactively create and realize opportunities
both within and between organizations (Fugate et al., 2004).
With regard to the above, the concept of DE is in the
main focus of this paper. As Croatian society has undergone a
radical transition from a society of state socialism, character-
ized by low work mobility and high job security, to a market
economy, its labour force has met many new challenges
(Maslić Seršić, Šverko, & Galić, 2005). The adjusting process
has been especially difficult for employees in the business
sector: The majority of Croatian companies have undergone
a process of privatization and restructuring followed by down-
sizing and massive lay-offs (Dujšin, 1999). Consequently,
many working people have experienced their occupational
expertise as outdated, or at least insufficient for gaining em-
ployment. These circumstances have been reflected in a high
unemployment rate (22% and 20% in 2003 and 2013, respec-
tively), with one of the lowest employment rates in Europe
(barely 50%), which has characterized the Croatian economy
for more than a decade (DZS, 2013; Eurostat, 2012). In such an
environment, keeping a job or finding a new one has become
a demanding challenge for the greater part of the working
population. Since studies on DE have been conducted in dif-
ferent economic settings characterized by lower unemploy-
ment rates and higher mobility, we found it relevant to ex-
plore individual characteristics that Croatian employees see
as crucial for gaining and maintaining a job in a formal orga-
nization (Forrier & Sels, 2003; Fugate et al., 2004; Hillage &
Pollard, 1998).
Therefore, the first aim of our study was to reassess the
model of DE proposed by Fugate and Kinicki (2008) in the
context of Croatian society and consequently to develop a
measure of DE adapted to the economy and culture of Cro-
atia. In other words, we aimed to evaluate the concept of DE
in a different context through investigating individual char-
acteristics that predispose an individual for gaining and main-
taining employment. The second aim of our study was to test
the construct validity of the developed measure of DE through
investigating its discriminant and incremental validity in pre-
dicting career success and perceived employability in relation
to the conceptually similar and well-known concept of core596
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self-evaluations (CSE) (Erez & Judge, 2001; Judge, Erez, Bono,
& Thoresen, 2003). According to Judge, Locke, and Durham
(1997), CSE is a broad, higher-order individual characteristic
composed of personality traits which predict career success
and employee well-being. Similar to the construct of DE, CSE
can be seen as an individual's work-related coping resource of
adaptive strategies for coping with the challenging demands
of a modern work context (Lazarus & Folkman, 1984; Taylor
& Stanton, 2007). In this regard, the concept of CSE has been
studied in numerous research projects. Judge et al. (2003)
developed the Core Self-Evaluations Scale (CSES) as a 12-item
measure of the concept, whose construct validity has been
confirmed in many studies (e.g., Erez & Judge, 2001; Judge,
Locke, Durham, & Kluger, 1998). The validity of the measure
has been supported in a Croatian context, as well (Maslić Ser-
šić & Šavor, 2012). As a brief composite measure of relevant
traits – self-esteem, generalized self-efficacy, neuroticism and
locus of control – the higher-order dimension of CSE is corre-
lated to job satisfaction, work performance, career success, gen-
eral well-being and successful coping with setbacks (e.g., Bono
& Judge, 2003; Judge, Bono, Erez, & Locke, 2005; Judge &
Hurst, 2008; Judge & Kammeyer-Mueller, 2011; Rode, Judge,
& Sun, 2012). Furthermore, in the literature on unemploy-
ment, the CSES is used as a measure of individual coping
resources that predicts successful coping with job loss (for
review, see Chang, Ferris, Johnson, Rosen, & Tan, 2012; Judge
& Kammeyer-Mueller, 2011). In a Croatian context, CSE pre-
dicted the active problem-focused strategy of job search after
job loss, and correlated negatively with the maladaptive emo-
tional coping strategy of distancing in the same situation (Ma-
slić Seršić & Šavor, 2012). In the same study, it was shown that
the strategy of job search predicted re-employment success 6
months later. Considering this established tradition of using
the CSES in predicting individual effectiveness in coping with
the numerous demands of a modern work environment, we
have found this measure convenient for testing discriminant




The data was collected with a convenience sampling method
among 966 Croatian employees with various demographics
and work-related characteristics. As can be observed from
Table 1, our sample comprised more women, young and high-597
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ly educated respondents. In addition, more employees had
no managerial position and had worked up to 5 years in their
current organization. Respondents were recruited individu-
ally and via the human-resource departments of several orga-
nizations in the industry and retail sector. The surveys were
collected in paper-and-pencil format (62.42%) and on-line
(37.58%), accompanied by instructions stressing confidential-
ity and the voluntary nature of participation. Furthermore, the
importance of the study for all parties involved was under-
lined in order to increase the response rates.
Variable N (%)
Gender Male 351 (37.5)
Female 585 (62.5)
Age 18 – 25 90 (9.5)
26 – 35 376 (39.3)
36 – 45 241 (25.2)
46 – 55 183 (19.1)
56 – 65 66 (6.9)
Education level Primary school 14 (1.5)
High school up to 3 years 97 (10.1)
High school up to 4 years 320 (33.4)
University, art academy
or polytechnic 469 (48.9)
Postgraduate studies 59 (6.2)
Monthly income < 3,500 kn 118 (12.4)
3,500 – 5,500 kn 332 (34.8)
5,501 – 7,000 kn 263 (27.6)
7,001 – 10,000 kn 137 (14.4)
> 10,000 kn 104 (10.9)
Managerial position non-managerial position 543 (57.0)
lower-level managerial position 202 (21.2)
middle-level managerial position 161 (16.9)
high-level managerial position 47 (4.9)
Organization tenure up to 3 years 268 (27.9)
3 – 5 212 (22.1)
6 – 10 187 (19.5)
11 – 15 102 (10.7)
> 15 191 (19.6)
Measures
Dispositional employability
To measure DE, we applied a dispositional measure of em-
ployability, based on Fugate and Kinicki's (2008) model. The
scale was developed for the purpose of this study. In a pilot-
-study, five dimensions of the Fugate and Kinicki's (2008)598
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model, which are considered critical in defining DE, were
reassessed in a Croatian context. Specifically, we collected
qualitative data on individual characteristics, which predis-
pose a person for employability, through 4 focus groups con-
sisting of 5-7 participants of various demographic and work
characteristics. The results of CFA confirmed a hypothesized
second-order structure of DE consisting of 4 first-order fac-
tors (χ² (185) = 829.11, p < 0.01, SRMR = 0.05, RMSEA = 0.063
[C.I. = 0.059 – 0.067], CFI = 0.92): work self-efficacy (8 items,
e.g. "I have confidence in my work abilities", α = 0.86), work
proactivity (5 items, e.g. "If I have a good idea at work, I try to
find a way to implement it", α = 0.82), work engagement (5
items, e.g. "I put extra effort into my work even if I am not
additionally rewarded", α = 0.80) and social capital (3 items,
e.g. "I easily make new acquaintances who can help me in my
career", α = 0.80). Respondents had to indicate the degree to
which a certain item concerned them on a scale ranging from
1 (doesn't concern me at all) to 5 (completely concerns me).
Core self-evaluations
We measured CSE with a 12-item scale developed by Judge et
al. (2003). This scale is intended to measure respondents' basic
self-evaluations through assessing the levels of their general
self-efficacy, self-esteem, neuroticism and locus of control.
The sample item of this measure is: "I am confident I get the
success I deserve in life". Answers are indicated on a 5-point
scale ranging from 1 (strongly disagree) to 5 (strongly agree).
Reliability of this scale equalled α = 0.83. Total score is an av-
erage of all items forming this scale. Higher scores indicate
higher levels of respondents' core self-evaluations.
Subjective career success
Subjective career success was measured with a 5-item scale
developed by Greenhaus, Parasuraman, and Wormley (1990).
Respondents indicated the degree to which they are satisfied
with certain aspects of their careers on a 5-point scale ranging
from 1 (completely satisfied) to 5 (completely dissatisfied). The
sample item is: "I am satisfied with the progress I have made
towards meeting my overall career goals". Cronbach's alpha
for this measure was 0.85. Total score for each respondent was
calculated as an average of items, with higher score indicating
higher level of subjective career success.
Job satisfaction
Job satisfaction was measured with a 4-item scale (Maslić Ser-
šić & Šverko, 2000; Maslić Seršić et al., 2005). This scale mea-
sures respondents' global job satisfaction. The sample item is:599
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"Compared to other employees, how satisfied are you with
your current job and situation at work?". Answers on this item
range from 1 (nobody else is as dissatisfied as I am) to 5 (nobody else
is as satisfied as I am). Cronbach's alpha for this measure was 0.77.
Total score is calculated by averaging scores on all items. Higher
scores indicate higher levels of employees' job satisfaction.
Perceived income
Relative income was measured with one item: "Compared to
others, your monthly income is (1) much lower, (2) lower, (3)
equal, (4) higher or (5) much higher."
Perceived employability
To measure perceived employability we used the 4-item scale
developed by De Witte (2000). Respondents indicated the de-
gree to which they perceived they could obtain new employ-
ment on a 5-point Likert-type scale ranging from 1 (strongly
disagree) to 5 (strongly agree). The sample item is: "I will easily
find another job if I lose this job". Reliability for this scale was
α = 0.90. Total score was calculated as an average of items,
with higher scores indicating higher levels of perceived em-
ployability.
Control variables
In order to exclude alternative explanations of our results,
several demographics and work-related variables were includ-
ed in the study. Specifically, demographics included: gender
(male, female), age (measured as a categorical variable: 18 –
25, 26 – 35, 36 – 45, 46 – 55, 56 – 65) and education (assessed as
the highest level of education completed: primary school,
high school up to 3 years, high school up to 4 years, universi-
ty, art academy or polytechnic, and postgraduate studies).
Work-related variables included: monthly income (measured
as a categorical variable: less than 3,500 kn, 3,500-5,500 kn,
5,501-7,000 kn, 7,001-10,000 kn and more than 10,000 kn), or-
ganizational tenure (measured in years) and managerial posi-
tion (measured as a categorical variable: non-managerial posi-
tion, lower-level managerial position, middle-level manageri-
al position and high-level managerial position).
DATA ANALYSES
In order to answer our research questions, two sets of analy-
sis were conducted. First, a confirmatory factor analysis (CFA)
was performed with the IBM SPSS AMOS software package,
Version 21 (Arbuckle, 2012), to test whether the measures of
DE and CSE were assessing two distinct dimensions. We used
the covariance matrix with listwise deletion (N = 880) as the600
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input for the analysis and maximum likelihood estimation of
parameters. The number of indicators per latent variable (work
engagement, self-efficacy, proactivity and CSE) was reduced
in order to maintain the robustness of the analysis and facili-
tate the model fit. As there were only three items measuring
social capital, they were not parcelled. In this respect, we fol-
lowed the procedure described by Landis, Beal, and Tesluk
(2000). Specifically, we subjected all items on a particular (sub)-
scale to an exploratory factor analysis in which a single-factor
solution was specified. Based on the results of this analysis,
we paired the items with the highest and lowest factor load-
ings in one parcel. Then we proceeded with pairing the items
with the remaining highest and lowest factor loadings into
the second composite and continued until all items were as-
signed. Thus, we formed empirically balanced indicators of
constructs. A combination of absolute, parsimonious and com-
parative fit indices was used to evaluate the fit of the tested
models: chi-square, SRMR, RMSEA (with 90% confidence
interval) and CFI. To assess the model fit, we used the following
criteria: a non-significant chi-square test, SRMR and RMSEA
values no higher than 0.08 (with the upper boundary of the
RMSEA confidence interval no higher than 0.10), and CFI val-
ues of 0.90 or higher (Bentler, 1990; Bentler & Bonnett, 1980;
Hu & Bentler, 1999). In addition, we examined the local fit in-
dicators, such as magnitude and statistical significance of fac-
tor loadings. Finally, in order to test the discriminant validity
of the two measures, we compared the hypothesized two-fac-
tor model (DE and CSE as correlated factors: Model 1) with
an alternative one-factor model in which all indicators were
specified to load on a single factor (Model 2). Comparison of
these two alternative nested models was conducted with the
chi-square difference test.
The second procedure investigated the incremental vali-
dity of the dispositional measure of employability. Specifi-
cally, to test whether DE accounts for a significant amount of
variance above CSE, we conducted a set of hierarchical mul-
tiple regression analyses separately for each outcome. In step
1, we introduced demographic and work-related control vari-
ables. CSE and DE were introduced in steps 2 and 3, respec-
tively. Therefore, incremental validity for the dispositional
measure of employability is shown if it explains a significant
criterion variance beyond that explained by CSE.
RESULTS
Descriptives, reliabilities (Cronbach's alpha coefficients) and
correlations between the study variables are presented in
Table 2.601
DRU[. ISTRA@. ZAGREB







































































































































































































































































































































































































































































































































































































































































































Results of overall fit indices are presented in Table 3.
Model χ2 df(χ2) ∆χ2(∆df) (∆df) SRMR RMSEA (C.I.) CFI
Model 1 263.06*** 60 - - 0.041 0.062 (0.054 - 0.070) 0.97
Model 2 2030.91*** 65 1767.85*** 5 0.111 0.185 (0.179 - 0.192) 0.67
*** p < 0.001
First, we made a comparison between a hypothesized
two-factor model (Model 1) and a constrained one-factor mod-
el (Model 2). According to the chi-square difference test,
Model 1 shows a significantly better fit to the data than does
Model 2. Furthermore, overall fit statistics indicate a very
good fit of the proposed two-factor model: with the exception
of a statistically significant chi-square test, which is a common
result in studies with large samples such as ours, other fit in-
dices are in an acceptable range. Model 1 is presented in Figure
1. As can be seen, all standardized factor loadings are statisti-
cally significant and higher than 0.70, supporting the scale va-
lidity of the measures of DE and CSE. In addition, the corre-
lation between the two factors is 0.50. According to Brown (2006),
factor intercorrelations below 0.85 imply a good discriminant
validity of the measures. Overall, these results provide empir-
ical data to support the claim that the indicators of the present-
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Following the CFA, we conducted four hierarchical regres-
sion analyses with subjective career success, job satisfaction,
relative income and perceived employability as outcomes. The




























































































































































































































































































































































































































































































































































































































































































































































With regard to subjective career success, demographics and
work-related variables accounted for 20% (p < 0.01) of the
explained variance, with age, education, monthly income and
managerial position as significant predictors. Older respon-
dents and respondents with higher education level, monthly
income and managerial position perceived their careers as
more successful. As hypothesized, CSE contributed signifi-
cantly to the prediction of the first outcome, accounting for
16% of the variance (β = 0.43, p < 0.01). Finally, when intro-
duced in the third step, DE added five percent of the explained
variance of subjective career success beyond CSE and the con-
trol variables (β = 0.25, p < 0.01). Respondents with higher
levels of both CSE and DE experienced more career success.
Thereby, DE accounted for the extra variance when control-
ling for demographics, work-related variables and CSE.
A second hierarchical regression analysis was conducted
with job satisfaction as the outcome. Demographics and work-re-
lated variables explained 7% of the variance: Respondents
with higher income (β = 0.19, p < 0.01) and managerial posi-
tion (β = 0.10, p < 0.01) reported higher levels of job satisfac-
tion. Furthermore, CSE accounted for an additional 12% of
the variance in the second step (β= 0.37, p < 0.01). Finally, in line
with our hypothesis, DE proved a significant predictor, with
two percent of explained variance in job satisfaction (β = 0.17,
p < 0.01).
Relative income was introduced as the third outcome.
Control variables accounted for 13% of the variance of this
criterion. When combined with the objective measure of month-
ly income (β = 0.37, p < 0.01), respondents with a higher level
of education perceived their income as lower in comparison
to others (β = -0.08, p < 0.01). With regard to steps 2 and 3,
CSE explained one percent of the variance (β = 0.10, p < 0.01)
and DE showed itself to be a non-significant predictor of this
criterion (β = 0.04, n.s.).
Finally, we conducted a hierarchical regression analysis
with perceived employability as the criterion. When intro-
duced in the first step, gender, age, monthly income and man-
agerial position accounted for a significant proportion of the vari-
ance of this outcome. Specifically, women (β = -0.07, p < 0.05)
and older respondents (β = -0.22, p < 0.01) perceived them-
selves as less employable. The same can be stated for respon-
dents with higher monthly income (β = 0.29, p < 0.01) and
managerial position (β = 0.08, p < 0.01). Furthermore, CSE
added an extra nine percent of the explained variance in the
second step (β = 0.32, p < 0.01). When introduced in the third
step, DE accounted for a significant proportion of the vari-
ance (∆R2 = 0.02, p < 0.01), as hypothesized.605
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Taken together, the results of hierarchical regression
show that DE accounts for additional variance of subjective
career success, job satisfaction and perceived employability
after controlling for demographics, work-related variables
and CSE, supporting the hypothesis of the incremental valid-
ity of this measure.
DISCUSSION
The present study deals with individual characteristics that
could serve as personal resources for attaining a successful
career in a modern 'ever-changing' work context. These char-
acteristics should predict positive work outcomes, beside tra-
ditional predictors of work performance based on job analysis.
As Harms and Brummel (2013) recently stated, with persis-
tently high unemployment rates across Europe and the United
States, "...it is clear that we need not only an understanding of
what makes people successful in the jobs that they have but
also an understanding of how to get them into the workforce
and keep them there" (p. 20). The CSES is a well-established
measure developed for this purpose, indicated by self-es-
teem, locus of control, generalized self-efficacy and low neu-
roticism (Judge et al., 2003). Similarly, the concept of DE has
been proposed more recently with the primary goal of defin-
ing individual differences which predict employees' reactions
to organizational change. While the concept of CSE is based
on previously well-known concepts of personality traits and
represents their brief composite measure, DE arises from an-
other tradition. According to the model of DE (Fugate & Ki-
nicki, 2008), five individual characteristics – openness to changes
at work, work and career resilience, work and career proac-
tivity, career motivation and work identity – were chosen to
represent an active work orientation and go beyond known
concepts of personality traits.
Although Fugate and Kinicki (2008) proposed an elabo-
rated and coherent model of DE, these dimensions were not
tested in different economic and cultural settings. In this re-
gard, the Croatian context is characterized by several speci-
ficities. For example, while increased unemployment levels
and intensified job insecurity are global phenomena, Cro-
atian society is especially vulnerable in this regard. The la-
bour market is not as dynamic as in other EU countries, and
job-search intensity is a weak, or even not significant, predic-
tor of re-employment after job loss (Šverko et al., 2008).
Moreover, it should be noted that there is still no general
agreement on the first-order dimensions that should define
DE. For example, McArdle, Waters, Briscoue, & Douglas (2007)
specified the idea of DE through a broader set of individual
characteristics than Fugate and Kinicki (2008). On the basis of606
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the psycho-social conceptualization of employability in Fu-
gate et al. (2004), these authors defined DE through six indi-
vidual characteristics: proactive personality, boundaryless mind-
set, career self-efficacy, identity awareness, networking and
social support. The result of their study showed that DE was
related to self-esteem and job search during unemployment,
and also predicted re-employment success.
In the current study, DE was indicated by four first-order
dimensions: work self-efficacy, work proactivity, work engagement
and social capital. The stated individual characteristics defined
a second-order factor – DE in Croatian society. Drawing on a
confirmatory approach, we proved the discriminant validity
of the two hypothesized measures – the CSES and the mea-
sure of DE – as well as their content validity. CSES and the DE
measure showed acceptable scale validity, with a correlation
between the two latent dimensions of 0.50.
Two first-order individual characteristics that indicate DE
in Croatian society – work proactivity and work engagement
– are parallel to those proposed by Fugate and Kinicki (2008).
While work proactivity corresponds to the dimension of
work and career proactivity, work engagement can be inter-
preted as a combination of the career-motivation and work-
-identity dimensions of Fugate & Kinicki's model (2008). Em-
ployees who have high levels of engagement are involved in
their work and motivated in achieving their goals, and they
define themselves through the work they do. Furthermore,
the dimension of work proactivity is similar to the traits that
predict employability orientation, the concept developed in
the tradition of competence-based definitions of employabil-
ity (Van Dam, 2004; Van der Heijde & Van der Heijden, 2006).
The other two dimensions – work self-efficacy and social cap-
ital – are distinct but familiar from the literature on unem-
ployment as resources of employability at the individual level.
As an indicator of self-rated ability to cope successfully with
job demands (e.g. "I am capable of solving most of the prob-
lems at work"; "I complete my tasks successfully"), the dimen-
sion of work self-efficacy can be understood as an attitude-
-based measure of one's competence of occupational expertise,
the first dimension of the competence-based model of em-
ployability as defined by Van der Heijde and Van der Heijden
(2006).
According to De Battisti, Gilardi, Riccò, Siletti, & Solari
(2011) DE is indicated by social capital, proactivity and self-
-efficacy. These authors found the following characteristics
essential for managing job change: (1) social capital identifies
resources that people derive from their social networks; (2)
proactivity in work and career reflects the tendency of people
to gather information that may affect their professional de-607
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velopment opportunities, both inside and outside their orga-
nization; (3) self-efficacy in managing job changes refers to
the individual's belief in being able to face job changes, and it
is an aspect of openness to changes at work. Similarly, in our
model, openness to change did not arise as a distinct dimen-
sion. We see this dimension as crucial for employability, but as
a synonym for the disposition of employability rather than a
first-order factor.
Hierarchical linear regression analyses, conducted for
four different criteria, gave limited support to the incremen-
tal validity of the model of DE in predicting positive work
outcomes. The regression model consisting of control vari-
ables (gender, age, education, monthly income, organization-
al tenure and managerial position), CSE and DE explained
the highest proportion (46%) of individual differences in per-
ceived career success, followed by 26% in perceived employ-
ability, 21% in job satisfaction, and finally 13% in perceived
relative income. The scales of CSE and DE had a significant
impact in predicting perceived career success (CSE adding
16%, and DE five percent of the explained variance), job sat-
isfaction (CSE 12% and DE two percent) and perceived em-
ployability (CSE nine percent and DE two percent). CSE
added to the prediction of individual differences in perceived
relative income, but DE did not serve as an independent pre-
dictor of this criterion when entered in the last step of the
analysis. Our results supported the claim that DE, as a broad
trait, predicts career success in general. When it came to per-
ceived employability, our assumption was based on a model
proposed by Vanhercke, De Cuyper, Peeters, and De Witte
(2014). According to these authors, the individual characteris-
tics from the dispositional approach are conceived as input to
employability, whereas perceived employability is seen as the
output. In other words, positive work-related dispositions
should predict one's perception of how easy it is to find new
employment. The results showed that DE and CSE had inde-
pendent and significant contributions in predicting individ-
ual differences in this criterion, indicating equal importance
of both disposition-based approaches. In addition, bivariate
correlations between CSE and DE with perceived employ-
ability were of similar, medium, effect size (amounting to 0.41
and 0.31, respectively). However, it should be noted that, al-
though significant, DE was a weak predictor of the perception
of one's employability, a unique criterion due to its relevance
to the concept of DE (see De Battisi et al., 2011). Age (that is,
younger), gender (that is, male), monthly income and man-
agerial position explained the highest proportion of the vari-
ance across almost all criteria. These variables can be described
as human-capital measures, i.e., objective indicators of employ-
ability (Defillippi & Arthur, 1994).608
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The results of our study have several practical implica-
tions. In this regard, conceptualizations of employability through
individual differences that are of a psycho-social nature could
bring an additional perspective to dealing with employability
on individual and group levels. How to develop and support
individual characteristics which predict employability – this
arises as the key issue. From an intra-organizational perspec-
tive, we see HRM strategies that enhance work autonomy,
provide clear feedback to employees and support intra-orga-
nizational promotion and mobility as important for such a
goal. In general, interventions with unemployed people that
enhance proactive job search and networking could directly
improve DE, as well as vocational schooling that supports
proactive career planning and work and career self-efficacy.
To conclude, our four-dimensional model of DE showed
construct validity, but its incremental validity is rather limit-
ed. Although it added to the prediction of perceived career
success, job satisfaction and perceived employability above
CSE, the amounts of added variance were rather small, espe-
cially regarding perceived employability. These results, as
well as the limitations of the present methodology, stress the
need for future research in the area. The results were obtained
with a convenience sample, consisting of respondents from
various organizations, but with unbalanced proportions of
measured demographic and work characteristics. Further-
more, future research should test the incremental validity of
the model of employability in the prediction of job search and
well-being in a situation of organizational restructuring and
unemployment, as well as in the prediction of career mobili-
ty and re-employment success after job loss (see also Van der
Heijde, 2014).
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Uloga dispozicijske zapošljivosti
u predviđanju individualnih razlika
u karijernom uspjehu
Darja MASLIĆ SERŠIĆ, Jasmina TOMAS
Filozofski fakultet, Zagreb
Ciljevi ovog istraživanja bili su: (1) revidirati model
dispozicijske zapošljivosti Fugatea i Kinickija (2008) u
hrvatskom ekonomskom kontekstu i (2) validirati novu Skalu
dispozicijske zapošljivosti testirajući njezinu diskriminantnu i
inkrementalnu valjanost u odnosu na temeljne
samoevaluacije. Hrvatska verzija Skale dispozicijske
zapošljivosti konstruirana je na temelju kvalitativne studije i
primijenjena na heterogenom uzorku od 966 zaposlenika.
Osim navedenog, izmjerili smo temeljne samoevaluacije kao
i četiri kriterijske varijable: subjektivni karijerni uspjeh, opće
zadovoljstvo poslom, relativni prihod i percipiranu
zapošljivost. Konfirmatorna faktorska analiza provedena je
kako bi se ispitalo procjenjuju li mjere dispozicijske
zapošljivosti i temeljnih samoevaluacija dvije različite
dimenzije. Rezultati su u skladu s hipotezom o
diskriminantnoj valjanosti ovih konstrukata. Nadalje, rezultati
hijerarhijskih regresijskih analiza pokazali su da je
dispozicijska zapošljivost objasnila dodatni udio u varijanci
subjektivnoga karijernog uspjeha, zadovoljstva poslom i
percipirane zapošljivosti povrh kontrolnih varijabli i temeljnih
samoevaluacija. Ovi rezultati upućuju na karakteristike koje
ljude čine zapošljivima u različitom ekonomskom kontekstu
te pružaju empirijsku podršku valjanosti nove Skale
dispozicijske zapošljivosti. Na kraju razmatramo ograničenja,
implikacije i prijedloge za buduća istraživanja.
Ključne riječi: dispozicijska zapošljivost, temeljne
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